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INTRODUCTION 
A great deal of research has been conducted on job satisfaction during 
the last 30 years, but relatively little is known about its determinants 
and consequences (Lawler, 1973). Although a substantial number of theories 
of job satisfaction have emerged (Schaffer, 1953; Katzell, 1964; Locke, 
1969; Adams, 1963, 1965; Herzberg, Mausner, Peterson, & Capwell, 1957; 
Lawler, 1967), a large amount of the research is not guided by any theoret­
ical framework (Locke, 1969). For the most part, researchers have looked 
at the relationship among job satisfaction and variables such as age, edu­
cation, job level, absenteeism rate, and productivity. Underlying a great 
deal of this research has been the desire to show that satisfaction influ­
ences productivity. It appears, however, that the importance of this theme 
has diminished in recent years, and many industrial psychologists are now 
studying job satisfaction because they are interested in causal anteced­
ents. This apparent shift in emphasis seems to be consistent with the 
growing influence of humanistic psychology, which emphasizes the human 
affective experience. As John Gardener has remarked: 
. . .  o f  a l l  t h e  w a y s  i n  w h i c h  s o c i e t y  s e r v e s  t h e  i n d i v i d u a l ,  f e w  
are more meaningful than to provide him with a decent job. . . . 
It isn't going to be a decent society for any of us until it is 
for all of us. If our sense of responsibility fails us, our 
sheer self interest should come to our rescue (1968, p. 25). 
Despite the inherent appeal of the humanistic approach, it seems 
doubtful that such an approach will increase the understanding of the 
causal relationships involved in job satisfaction. 
The relatively small amount of research which has been conducted on 
the determinants of job satisfaction has dealt primarily with two 
2 
relationships: (1) the relationship between satisfaction and job charac­
teristics and (2) the relationship between satisfaction and characteristics 
of the person. As Lawler (1973) states, "Not surprisingly, the research 
shows that satisfaction is a function of both the person and the environ­
ment." A similar relationship is postulated by Holland (1959, 1966a, 
1966b, 1973) who has presented a theory for categorizing persons and envi­
ronments into explicit typologies, Holland believes that satisfaction is a 
function of characteristics of the person, such as vocational interests and 
personality variables, and characteristics of the environment, such as the 
situation or atmosphere created by the people who dominate a given environ­
ment. Thus, the theory appears to have important implications for under­
standing the relationship of people in different occupations to their 
occupational environment. 
A Description of Holland's Theory 
Holland's first formulation of the theory (1959) occurred in a journal 
article which was based largely on his experience as a vocational counselor 
and as a reader of the vocational research. After some encouraging 
research, a more systematic formulation took place in the form of a short 
book (1966b). His third statement of the theory (1973) was a more complete 
account and is more comprencnsive and systematic than the other two 
efforts. In its present state, the theory is actually a theory of careers 
since it is concerned with vocational problems throughout the life span; 
vocational choice (selecting and changing jobs), occupational achievement, 
and vocational satisfaction. 
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The theory consists of several conceptually simple ideas. First, 
Holland states that persons can be characterized by their similarity to 
each of six personality types: Realistic, Investigative, Artistic, Social, 
Enterprising, and Conventional (see Appendix A). These types are believed 
to be both a summary of what is known about people in a given occupational 
group and a particular way of categorizing such information. 
In general, each type is a theoretical model against which the real 
person is measured. According to Holland, each type is the product of 
characteristic interactions of cultural and personal forces. From these 
experiences, a person learns to prefer some activities over others. These 
activities are believed to develop into strong interests, which, in turn, 
lead to a special group of competencies. The end result is that a person's 
interests and competencies create specific personal attributes which lead 
him to behave in particular ways. 
A person's resemblance to each model type can be determined by compar­
ing bis disposition with those of each type. The total resemblance to each 
of the six types forms that person's personality pattern. Underlying t:;iS 
typological framework is the assumption that the more closely a person 
resembles a particular type, the more likely he is to exhibit the personal 
traits and behaviors associated with each type. 
A second conceptual idea of the theory is that the work environment 
can be categorized into six model environments: Realistic, Investigative, 
Artistic, Social, Enterprising, and Conventional (see Appendix B). These 
six environments characterize the common social and physical environments 
in our culture. The environmental types correspond to the six personality 
types previously described. 
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Holland believes that just as people can be assessed by comparing 
their similarity to personality types, so can environments be assessed by 
comparing them with models—that is, with descriptions of hypothetical 
environments. Each environmental model is characterized both by the tasks 
and activities performed and by the situation or atmosphere created by peo­
ple who dominate the given environment. For example, artistic environments 
are populated predominantly by artistic people, i.e., the largest number of 
people in the artistic environment resemble the artistic type. Artistic 
environments are also characterized by work activities which are ambiguous, 
free, and unstructured. 
Finally, it is believed that since personality types and environmental 
models share a common set of constructs, it is possible to classify people 
and environments in the same terms to predict the outcome of pairing per­
sons and environments. This knowledge of both persons and environments 
should lead to a more precise understanding of outcomes such as vocational 
choice, stability, achievement, and satisfaction. 
Several principles which Holland assumed to be plausible in devising 
the theory should be pointed out. First, the choice of a vocation is 
assumed to be an expression of personality. Holland maintains that recent 
knowledge about the personal and environmental factors involved in voca­
tional choice leads to the rejection of "vocational interests" as being 
independent from personality. Research has indicated that vocational pref­
erences are moderately correlated with personality scales (Holland, 1973), 
personality traits and life goals (Baird, 1970), and parental attitudes 
(Medvene, 1969). Other researchers have written about the need for a more 
comprehensive view of vocational interests and preferences; "vocational 
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theory is a special case of personality theory" (Darley & Hagenah, 1955); 
"vocational choice is a developmental process" (Super, 1972); and "interest 
inventory scores as measure of self-concept" (Bordin, 1943). 
Second, Holland believes that interest inventories are personality 
inventories. Since vocational interests are an expression of personality, 
it follows that interest inventories are personality inventories. Accord­
ingly, Holland has developed a personality invencory composed almost 
entirely of occupational titles, the Holland Vocational Preference Inven­
tory (VPI) (1958, 1965). Generally speaking, the scales were constructed 
and developed by hypothesizing that preferences for occupations are expres­
sions of personality. 
A third assumption is that vocational stereotypes have reliable and 
important psychological and sociological meanings. Furthermore, it is 
assumed that members of a vocation have similar personalities and similar 
histories. Holland feels that if a person enters a given vocation because 
of his particular personality and history, it is logical that each occupa­
tion attracts and retains people v;ith similar personalities^ Research from 
Laurent's study (1951) of engineers, physicians, and lawyers validates the 
similarity of life histories for members of a vocation. Other support 
comes from studies by Roe (1956), Kuhlberg and Owens (1960), Chaney and 
Owens (1964), and Nachmann (1960). 
It is also assumed that vocational satisfaction, tenure (longevity), 
and achievement depend on the congruence between one's personality and the 
environment (composed largely of other people) in which one works. Holland 
argues that just as we are more comfortable among friends whose tastes, 
talents, and values are similar to our own, so are we more likely to 
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perform well at a job in which we fit psychologically. In terms of the 
theory, the congruence of a person and his environment have important 
implications for a variety of vocational behaviors such as achievement on 
the job, work satisfaction, and longevity. 
Person-Environment Interactions 
The degree of congruence or incongruence between an individual's envi­
ronmental type and interest/personality type can be assessed via a hexa­
gonal model (see Figure 1). The most extreme degree of congruence is 
defined as a personality type in a matching environment. The next degree 
of congruence is that of a personality type in an adjacent environment, 
such as an artistic person in a social or investigative environment. A 
third or lesser degree of congruence occurs when an artistic person is in 
an enterprising, realistic, or conventional environment. 
Holland explains that the personal and situational characteristics 
that create a specific degree of congruence can be best understood by 
reviewing the formulations for the type and environment involved. For 
instance, a social type in a social environment is congruent in the follow­
ing way: 
The social type is provided an opportunity to engage in social 
activities, to use social competencies, perform services he val­
ues, to see himself as understanding and helpful, and to exhibit 
personality traits of generosity, friendliness, and sociability. 
In turn, the social environment reinforces the self-image the 
social type brings to the environment and rewards him for social 
values and social traits such as generosity, friendliness, and 
sociability (Holland, 1973). 
From this general formulation, it can be seen how person-environment 
interactions can affect a variety of work behaviors. For example, a con­
ventional type in an artistic environment would face the following 
ENTERPRISING (.54) SOCIAL (E) (S) 
Figure 1. A hexagonal model for defining the psychological relatedness among occupational groups and 
personality types 
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difficulties: he likes structured activities, but the environment provides 
unstructured activities; he looks at the world in conservative ways, but 
the people in the artistic environment look at the world in unconventional 
ways; he possesses conventional competencies, but the environment demands 
artistic competencies; his personal traits such as orderliness and inhibi­
tion are in sharp contrast to artistic types who tend to be disorderly and 
impulsive. According to Holland (1973), "... these negative interactions 
should result in gross dissatisfaction, ineffective coping behavior, and 
probably leaving the environment." 
Having presented this overview, it can be seen that two salient fea­
tures of the theory emerge: (1) More precise predictions about human 
behavior can be made by assessing both the person and the environment and 
(2) if the models for the personality/interest types and environmental 
types are valid, they can be used to derive a useful set of hypotheses 
about the outcomes of pairing persons and environments. 
The implication of Holland's theory for understanding job satisfaction 
and tenure (longevity) is clearly evident. People in environments congru­
ent with their personality/interest type should be more satisfied with 
their jobs than people in incongruent pairings. Similarly, it can be 
expected that people in congruent environments will remain on the job 
longer than persons in incongruent environments. Thus, the purpose of the 
present study is to test the relationship between Holland's theory of 
person-environment congruence and measures of job satisfaction and tenure. 
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Hypotheses 
Three hypotheses were tested in the present study-each was derived 
from assumptions based on Holland's theory concerning the outcome of pair­
ing persons and environments. 
1) Overall job satisfaction as measured by the total score on the JDI 
will be highest for people in congruent environments; the next highest 
total score will be obtained for people in the intermediate levels of con­
gruence; the lowest scores will be obtained for those in the most incongru-
ent environments. In analysis of variance terms, this suggests a signifi­
cant main effect for congruence level when overall job satisfaction is the 
dependent variable, 
2) Although the JDI measures five scales (pay, promotions, co-workers, 
supervision, and work), a specific hypothesis was offered for only one of 
them--the work scale. As indicated previously, the theory has a number of 
implications for work stability, satisfaction, and achievement. Thus, it 
is hypothesized that highest scores will be obtained on the work scale of 
the JDI for persons in congruent environments; the next highest scores will 
be obtained for persons in intermediate levels of congruence; the lowest 
scores will be obtained for those in incongruent environments. In analysis 
of variance terms, this suggests a significant main effect for congruence 
level when the work scale of the JDI is the dependent variable. No spe­
cific hypotheses were offered concerning the remaining four scales of the 
JDI (pay, promotions, co-workers, and supervision), although these scales 
will also be analyzed, 
3) It is hypothesized that tenure (number of months the person has 
been employed at his current job) will be greatest for people in congruent 
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environments; the next highest value will be obtained for those in the 
intermediate level of congruence; the lowest number of months on the job 
will be obtained from those in the most incongruent environments. 
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METHOD 
Subjects 
The original design of the study was to test the relationship of the 
person-environment congruence model to job satisfaction and tenure for all 
six of Holland's environmental typologies. However, considerable diffi­
culty was encountered in obtaining subjects employed in occupations repre­
sentative of the Artistic category. As a result, it was decided to elimi­
nate the Artistic category entirely, leaving the remaining five Environmen­
tal categories to test the hypotheses. 
A total of 550 questionnaires was administered to the subjects in the 
five environmental groups, of which 362 were returned in a usable form 
(66%). An additional 44 questionnaires were returned but were not usable 
for a variety of reasons; the questionnaires were incomplete (either the 
JDI or the SDS were not finished), the description of the current occupa­
tion of the subject was left blank, or the subject's occupation could not 
be classified unambiguously into one of the environmental typologies. The 
remaining 142 questionnaires were not returned by the subjects. Thus, the 
total sample was comprised of 362 subjects resulting in individual cell 
frequencies for each Environmental typology as follows: Realistic-73, 
Investigative-74, Social-80, Enterprising-68, and Conventional-67. (The 
specific occupations sampled for each environmental type are listed in 
Appendix C). 
Procedure 
The sample was obtained in the following two ways. First, people in 
designated occupational groups were administered two questionnaires (the 
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Self-Directed Search (SDS) and the Job Descriptive Index (JDI)) and a one-
item question concerning the number of months each person had been employed 
at his current job (tenure). This information was obtained as the occupa­
tional group met for conferences and conventions at Iowa State University 
(the University sponsors over 225 conferences and short courses at Scheman 
Continuing Education Building). The largest portion of data was obtained 
using this procedure. 
A second sampling procedure was used since data could not be obtained 
for all experimental groups using the aforementioned procedure. In this 
procedure, subjects in designated occupational groups were administered the 
questionnaires at their place of employment and were asked to return them 
when completed. Occupational groups for which this procedure was necessary 
were Fire-fighters, Salesmen, Department Store Clerks, Secretaries, ar.d 
Bookkeepers. 
Person-Environment Congruence 
For purposes of the present study, person-environment congruence was 
defined according to a modified version of the procedure outlined by 
Holland (1966b, 1973). Each person and each environment was classified 
according to one of the model typologies. The personality type of each 
subject was assessed using the Self-Directed Search (Holland, 1970), while 
each subject's environment was assessed by coding his occupation according 
to The Occupations Finder (Holland, 1973), a classification of 456 common 
occupations using the six code letters (R, I, A, S, E, C). 
The degree of person-environment congruency was determined using 
Holland's hexagonal model. In Figure 1, the relatedness of each of the six 
types can be seen by observing the correlations listed between each pair of 
types. It should be noted that a systematic relationship exists among the 
six types. Hiose types which are adjacent to each other are most closely 
related; those types which are opposite each other are, for the most part, 
least related. The procedure used by Holland to define person-environment 
congruency was as follows: 
Level J,: Environmental one-letter code (as determined by the Occupa­
tions Finder) is identical to the first letter of the SDS summary code. 
This would be, for example, a Realistic person in a Realistic environment 
(most congruent). 
Level 2 :  Environmental one-letter code is hexagonally adjacent to the 
first letter of the person's summary code. This would be a Realistic per­
son in an Investigative or Conventional environment. 
Level 2: Environmental one-letter code is neither hexagonally identi­
cal to nor adjacent to the first letter of the person's summary code. This 
would be a Realistic person in an Enterprising, Social, or Artistic envi­
ronment (lease congruent). 
However, for the data obtained in the present study, there were not 
enough subjects in the third level of congruence to make an analysis based 
on the three levels of congruence feasible. Therefore, Holland's procedure 
for defining congruence was modified such that levels 2 and 3 were combined 
to form a single level of incongruence comprised of subjects whose one-
letter occupational code was not identical to the first letter of the SDS 
summary code. Thus, in the present study the Congruence factor was com­
prised of only two levels instead of the three levels outlined by Holland 
(1966b, 1973) and initially hypothesized in this study. 
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Description of Instruments 
Self-Directed Search (SDS) (see Appendix ^  
The SDS grew directly from Holland's theory of vocational choice 
(1959, 1966b, 1973), which has been described earlier. The entire SDS has 
been oriented by the theory of personality types and environmental models. 
Both the personal assessment and the occupational classification of the SDS 
use the six major concepts in the theory and the hexagonal arrangement of 
those concepts. 
The distinguishing feature of the SDS is that it is a completely self-
administered, self-scored, and self-interpreted vocational assessment 
device (most people complete the SDS in about 30 minutes). It uses a broad 
range of content—activities, competencies, occupations, and self-ratings, 
to assess the person's resemblance to each personality type. After com­
pleting the instrument, each person's summary code is derived by coding his 
three highest scale scores. This final three-letter code is a product of a 
comprehensive assessment of a person's resemblance to each type. All 
responses are interpreted ipsatively, i.e., a person's typological resem­
blances are determined relative to his own scores rather than to scores of 
a special norm group. In the present study, only the highest code letter, 
rather than the three-letter code, was used to describe each person's 
resemblance to each personality type. 
All items and scales in the SDS appear to have clear content validity 
since items are stated positively and in direct ways so that only minimal 
interpretation is required. The relationship among the six typologies can 
be seen in Figure 1. This spatial arrangement facilitates the interpreta­
tion of the degrees of similarity among the categories. 
15 
The test-retest reliability of the six scales (R, I, A, S, E, C) for a 
ten-month interval ranges from .60 to .84 for 65 college freshmen. Evi­
dence of the predictive efficiency of the SDS classifications—its ability 
to order aspirational or work histories--is extensive and substantial 
(Holland, 1973). Holland and Whitney (1968) applied the classification to 
longitudinal data for college students and obtained efficient predictions 
(average correlation = ,72) over an 8- to 12-month interval. Elton and 
Rose (1970) correlated vocational choice as freshman and category of voca­
tional choice as a senior and found moderately high efficiency (hits ranged 
from 49% to 87% per category from a sample of 530). A similar study by 
Lucy (1972) found that correlations between the category of major field at 
graduation and category of current job for intervals of 10 to 35 years were 
quite high (average correlation = .62). 
Thus, the SDS appears to be a reliable and useful assessment device. 
Its self-administered, self-scored, and self-interpreted nature lends 
itself well to purposes of the present study. 
Job Descriptive Index (JDI) (Smith. Kendall. & Hulin. 1969 ; see Appendix E) 
Job satisfaction was measured by the JDI, which measures satisfaction 
with five areas of the job: the work itself, pay, opportunities for promo­
tion, supervision, and the co-workers on the job. The respondent is pre­
sented with a list of adjectives or short phrases and is asked to indicate 
whether each word or phrase applies with respect to the particular facet of 
the job in question. If the word does apply, the person is asked to write 
"Y" (for yes) beside the word. If the word does not apply to his pay, he 
is asked to write "N" (for No) beside the word. If the person cannot 
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decide, he is to enter a question mark (?). Item responses which are 
indicative of job satisfaction (according to the scoring key) are assigned 
the value "+3"; items which are responded to with a question mark are 
assigned the value "+1"; and item responses which are in the opposite 
direction of satisfaction are assigned the value "0." The score for each 
scale is obtained by summing the item values for each scale. The total 
score for the JDI is obtained by summing the five scale scores. 
The estimated split-half internal consistencies for the JDI scales 
(based on a sample of 80 male employees from two electronic plants) range 
from .80 to .88 for the five scales (correlations corrected to full length 
based on the Spearman-Brown formula). 
Test-retest reliability after a three-year interval for 45 employees 
in a farmers' cooperative is relatively low (.45 to .75). However, during 
the three-year period, the company underwent a major change, suggesting 
perhaps that the JDI measures elements of satisfaction affected by the sit­
uation rather than those which remain stable over time (Smith, Kendall, & 
Tliil-în 1QAQ\ 
The intercorrelations of the JDI scales are relatively high (.16-.52), 
based on two large samples of males and females from a number of different 
companies. Despite this. Smith, Kendall, and Hulin (1969) point out that 
it has been demonstrated that the JDI scales measure discriminately differ­
ent facets. Furthermore, it can be expected that large intercorrelations 
will occur between some areas of satisfaction because of the nature of cer­
tain jobs, i.e., good supervision is associated with other desirable 
aspects of the job, etc. 
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Tenure 
Job tenure was measured by a one-item question; "How long have you 
been employed at your current job?" (Please indicate the total number of 
months.) . 
Experimental Design 
Independent variables 
There are two independent variables in the proposed study; type of 
environment and type of interest. Type of environment is comprised of five 
levels corresponding to the environmental typologies defined by Holland 
(Realistic, Investigative, Social, Enterprising, and Conventional). Type 
of interest is comprised of six levels in accordance with Holland's typolo­
gies (Realistic, Investigative, Artistic, Social, Enterprising, and Conven­
tional) . 
Dependent variables 
There are seven dependent variables of interest; six variables are 
indices of job satisfaction as measured by the JDI: the five scale scores 
(work, pay, promotions, supervision, and co-workers) plus overall job sat­
isfaction (the total score on the JDI). The seventh dependent variable is 
job tenure (number of months the person has been employed at his current 
job). 
Analysis 
The seven dependent variables are analyzed by separate two-way analy­
ses of variance (CRF 56; Kirk, 1968) employing a least squares solution. 
Tîie two main effects are Environmental typology (R, I, S, E, C) and 
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Interest typology (R, I, A, S, E, C) plus their interaction. (The Environ­
mental effect contains only five types because the artistic category was 
eliminated.) In addition to these effects, two nonorthogonal contrasts are 
reported for each ANOVA: effects of Congruence level and the Congruence x 
Environment interaction. (Hiese two contrasts are contained within, but 
not separate from, the sums of squares for the Interest main effect and the 
Environment x Interest interaction.) In accordance with the modification 
of Holland's procedure, the congruence factor has two levels; The Environ­
mental one-letter code is identical to the SDS summary codes (congruent), 
or the Environmental code is not identical to the SDS summary codes (incon-
gruent). 
One additional explanatory note is necessary. The degrees of freedom 
for the Environment x Interest interaction reported for each ANOVA contains 
only 15 degrees of freedom, instead of 20, because there are five Environ­
ment X Interest combinations which have no data. 
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RESULTS 
Table 1 reports the obtained and expected cell frequencies for each of 
the 30 Environment x Interest combinations. It also reports the total fre­
quencies obtained for the five Environments and six Interest types. 
There are two prominent features of the table which should be noted. 
First, there are several Environment x Interest combinations which did not 
occur: Realistic x Artistic, Enterprising x Conventional, Conventional x 
Realistic, Conventional x Investigative, and Conventional x Artistic- Sec­
ond, it can be seen that the frequencies for the congruent cells (e.g., 
R,R; I,I...C,C) are substantially higher than the cell frequencies for the 
incongruent cells. These findings represent a rather crude measure of the 
concurrent validity of Holland's theory, since the congruent cell frequen­
cies are quite large whereas the incongruent cell frequencies are much 
smaller. 
A statistical measure of the concurrent validity of the cell frequen­
cies was obtained by computing three Chi-squares (see Table 2). The first 
Chi-square (Chi-square A) is a contingency Chi-square. If statistically 
significant, it indicates that the cell frequencies obtained in Table 1 are 
in some way dependent upon the combination of Environment and Interest 
typologies. 
In order to compute a contingency Chi-square, an expected frequency 
must be obtained for each of the 30 cells of the contingency table. This 
is done by multiplying the sum of the frequencies for each row by the sum 
of the frequencies for each column and dividing by the total sample size, 
362. For example, the expected frequency for the first cell is found by 
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Table 1. Cell frequencies^ for each Environment x Interest combination 
Environment 
Investi- Enter- Conven- Obtained 
Interest Realistic gative Social prising tional totals 
Realistic 61.00 
(15.53) 
8.00 
(15.74) 
3.00 
(17.00) 
5.00 
(14.46) 
0.00 
(14.25) 77 
Investigative 5.00 
(12.10) 
49.00 
(12.27) 
3.00 
(13.26) 
3.00 
(11.27) 
0.00 
(11.10) 60 
Artistic 0.00 
(2.01) 
2.00 
(2.04) 
2.00 
(2.21) 
6.00q 
(1.87) 
0.00 
(1.85) 10 
Social 2.00 
(17.34) 
8.00 
(17.58) 
64.00 
(19.09) 
7.00 
(16.15) 
5.00 
(15.42) 86 
Enterprising 3.00 
(13.51) 
5.00 
(13.70) 
6.00 
(14.81) 
47.00 
(12.59) 
6.00 
(12.70) 67 
Conventional 2.00 
(12.50) 
2.00 
(12.67) 
2.00 
(13.70) 
0.00 
(11.65) 
56.00 
(11.48) 62 
Obtained 
totals 73 74 80 68 67 362 
^Obtained frequencies are the upper entry in each cell, and the 
expected frequencies are in parentheses. 
multiplying 77 x 73 and dividing that product by 362. The difference 
between each cell's observed and expected frequency is then squared and 
divided by its expected frequency; the sum of the 30 quotients is the con­
tingency Chi-square value for that item. The value of the contingency Chi-
square obtained in the present study ws.s % ^ 20) ~ 809.00, £< .0001. This 
highly significant value indicates that the cell frequencies are dependent 
on the specific combinations of Environmental and Interest typologies. 
Ihis Chi-square reflects the contingency due to agreement between the 
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Table 2. Chi-square formulas used to compute the concurrent validity of 
obtained data 
Chi-square A (contingency Chi-Square): 
2 ^ E Z (Oij • *ij) 
'•A i j 
Chi-square B (contingency due to agreement): 
2 „ v2 
x2 
B E e. . Z e. . 
i=j i=j "J 
Chi-square C (contingency due to factors other than agreement): 
Environment and Interest typologies and of contingency due to factors other 
than agreement. 
The second Chi-square (Chi-square B) indicates the amount of contin­
gency due to agreement between Environment and Interest typologies. The 
first quotient in the formula was computed by adding the frequencies in the 
five diagonal cells (RR, II, SS, EE, CC) and subtracting the sum of their 
expected frequencies (from the contingency Chi-square formula), squaring 
the difference, and dividing by the sum of their expected frequencies; the 
second quotient was computed by adding the observed frequencies in the 25 
"other than agreement" cells (IR, SR, ER,...EC), subtracting the sum of 
their expected frequencies, squaring the differences, and dividing by the 
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sum of their expected frequencies. The sum of these two quotients equals 
the contingency of agreement Chi-square. The value obtained for this Chi-
2 
square was X = 746.24, £ < .0001. Hiis finding indicates that there is 
a significant difference in the cell frequencies for the "agreement" and 
"other than agreement cells." 
Chi-square C is simply the difference between Chi-square A and Chi-
square B and represents the contingency which is due to factors other than 
exact agreement between the Environment and Interest typologies. The value 
2 
obtained for this Chi-square was X = 62.76, £, < .001. This indicates 
that there is some interaction, other than exact agreement, between the 
Environment and Interest typology. In order to investigate the relation­
ship among these "other than exact agreement" cells, goodness of fit Chi-
squares were computed for each of the five Environmental typologies. 
According to Holland's theory, highest frequencies should be obtained for 
cells adjacent to the congruent ones, with successively lower frequencies 
obtained as cells are further away in the hexagonal arrangement (see Fig­
ure 1). The five Chi-squares were computed for each environment by summing 
the following three quotients; the first quotient was computed for the two 
cells adjacent to the congruent one; the second quotient was computed for 
the two cells which were two steps removed from the congruent one; and the 
third quotient was computed for the cell three steps removed from the con­
gruent one. These three quotients were summed for each environment, yield­
ing a Chi-square with two degrees of freedom. 
The expected frequency used ir obtaining each quotient was computed by 
multiplying the total number of incongruent subjects for each environment 
by .40 for the two adjacent cells, by .40 for the cells two steps removed. 
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and by .20 for the cell three steps removed. These quantities represented 
the frequency of incongruent subjects which would be expected to occur by 
chance. 
The results of the Chi-squares revealed no significant differences for 
any of the five environmental typologies. These findings indicate that 
although a nonrandom relationship exists among the "other than exact agree­
ment" cells (as indicated by Chi-square C), the relationship does not 
appear to be explained by the relationship of the typologies in the hexa­
gonal arrangement. 
Overall, the results provide some support for the concurrent validity 
of Holland's classification scheme. Consistent with the theory, the number 
of congruent subjects was significantly greater than the number of incon­
gruent subjects. However, the data did not provide support for the 
expected ordering of obtained cell frequencies according to the distance 
from the congruent cell in the hexagonal model. 
Correlations among Dependent Variables 
The intercorrelations among the seven dependent variables are pre­
sented in Table 3. It can be seen that the pooled-within correlations 
(adjusted for the effects of the Environment and Interest typologies) dif­
fer only slightly from the first order correlations. This indicates that 
the Environmental and Interest typologies have very little influence on the 
relationship among the dependent measures. 
It can be seen from the table that the six JDI measures are signifi­
cantly correlated. In fact, all correlations obtained among the six meas­
ures are significant at the £ < .01 level or beyond. The highest values of 
Table 3. Correlations^  among the seven dependent variables with corresponding probability levels in 
parentheses 
Tenure Work Supervisor Pay Promotions Co-workers Total JDI 
Tenure 1.000 .080 .056 .172 -.038 .052 .095 
(.143) (.303) (.002) (.4917) (.342) (.081) 
Work ,108 1.000 .287 .231 .260 .358 .634 
(,046) (.001) (.001) (.001) (.001) (.001) 
Supervisor ,029 .324 1.000 .307 .302 .335 .741 
(.588) (.001) (.001) (.001) (.001) (.001) 
Pay .123 .277 .357 1.00 .368 .189 .556 
(.020) (.001) (.001) (.001) (.001) (.001) 
Promotions -.057 .270 .331 .408 1.00 .140 .571 
(.278) (.001) (.001) (.001) (.01) (.001) 
Co-workers .025 .374 .362 .216 .148 1.000 .668 
(.636) (.001) (.001) (.001) (.005) (.001) 
Total JDI .062 .648 .760 .598 .577 .683 1.00 
(.232) (.001) (.001) (.001) (.001) (.001) 
^The correlations above the unity diagonal are pooled within correlations adjusted for the 
effects of the Environmental and Interest typologies, df = 336; correlations below the unity diagonal 
are first-order correlations, df = 361). 
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the intercorrelations were obtained with the Total Score of the JDI, which, 
of course, is expected since each subscale is a component of the Total 
Score. The five subscales were moderately correlated with each other, 
ranging in value from .140 to .368 (using the pooied-within correlations). 
Since these scales all measure a particular facet of job satisfaction, they 
would be expected to correlate moderately. On the other hand, it is 
equally important that the magnitude of these correlations is small enough 
to suggest that the scales are not measuring the same aspect of satisfac­
tion. 
Although the job satisfaction measures correlate highly among them­
selves, only one significant correlation was obtained with the satisfaction 
measures and the measure of job tenure: Pay, r = .172, £ < .01. This 
finding indicates that the longer a person works at a particular job, the 
more satisfied he/she is with the pay. This is not a surprising finding 
since the pay one receives usually increases the longer one works at a job. 
Thus, the longer one has worked at a particular job, the more likely he/she 
is to be satisfied with the pay. 
Dependent variable Tenure 
The means and standard deviations for the Environment x Interest com­
binations for Tenure (number of months the subject had worked at his cur­
rent job) are presented in Table 4. It can be seen that a large range of 
values were obtained for the 25 cells; the lowest value obtained was for 
subjects having Investigative interests in an Enterprising environment 
(X = 13.00), while the largest value occurred for the individuals having 
Artistic interests in an Investigative environment (X = 216.00). 
Table 4. Means and standard deviations of the dependent variable Tenure for the five environmental 
typologies and six interest typologies 
Environment 
Interest Realistic Investigative Social Enterprising Conventional 
Overall 
means 
Realistic X 80.00 113.88 42.33 44.81 79.77 
SD 92.71 72.56 29.50 37.56 87.32 
N 61 8 3 5 77 
Investigative X 34.00 76.61 107.33 13.00 71.42 
SD 23.66 75.99 84.70 14.93 73.26 
N 5 49 3 3 60 
Artistic X 216.00 34.50 31.83 64.20 
SD 203.65 14.85 28.65 105.24 
N 2 2 6 10 
Social X 96.00 119.00 64.56 39.57 41.00 66.95 
SD 67.88 74.07 75.36 26.50 25.24 71.94 
N 2 8 64 7 5 86 
Enterprising X 144.33 78.40 146.00 44.21 16.17 57.85 
SD 238.78 37.99 72.80 55.31 16.21 75.96 
N 3 5 6 47 6 67 
Conventional X 128.00 118.50 36.50 57.67 61.21 
SD 175.36 2.12 4.95 59.63 63.26 
N 2 2 2 56 62 
Overall means X 81.26 90.00 69.99 41.31 52.70 
SD 98.27 78.25 75.34 48.64 56.24 
N 75 74 80 68 67 
^rapty cells indicate that a combination of Environment x Interest typology did not occur. 
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The two-way ANOVA for Tenure (see Table 5) revealed a significant main 
effect for Environmental typology (£(4,337) = 5.26, £. = .0004). As shown 
in Table 4, the means for the five Environments range from X = 41.31 for 
the Enterprising environment to X = 90.00 for the Investigative environ­
ment. Scheffe's test for pairwise comparisons revealed three significant 
differences among means (2 < .05): Enterprising (X = 41.31) less than 
Realistic (X = 81.25), Enterprising less than Investigative (X = 90.00), 
and Conventional (X = 52.70) less than Investigative. 
Table 5. Analysis of variance for the dependent variable Tenure 
Source df SS F p > F 
Environment (A) 4 113850.51 5.26 0.0004 
Interest (B) 5 21216.66 0.78 0.5632 
Congruence^  1 7771.57 1.44 0.2333 
Con X Env^  4 38844.06 1.80 0.1319 
A X B 15 122184.50 1.51 r\ *1 
Error 337 1822181.56 
^These effects are nonorthogonal and are contained within the main 
effect fo% Interest and A x B interaction. 
There were no other significant effects. It was hypothesized that sub 
jects whose environmental code was identical to their interest code would 
have worked at their jobs longer than subjects whose environmental code was 
not identical to their interest code. Thus, it was predicted that there 
would be a significant effect for congruence. The hypothesis was not 
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supported by the data (F(l,337) = 1.44, 2. = .23); and, in fact, the mean 
obtained for the incongruent group was larger (X = 76.18) than for the con­
gruent group (X = 65.24), although this difference was not statistically 
significant. 
Dependent variable Work scale of the JDI 
Table 6 presents the means and standard deviations for each Environ­
mental X Interest combination for the Work scale of the JDI. Results of 
the analysis of variance (see Table 7) conducted on the Work scale indi­
cated several significant effects. First, the main effect of Environment 
was significant (£(15,337) = 2.44, 2 = .0465), indicating that satisfaction 
with work is influenced by the type of environment the subject works in. 
Scheffe's test for pairwise comparisons revealed that only one pair of 
means was significantly different at the 2 < .05 level: subjects working 
in the Conventional environment were significantly less satisfied with 
their work (X = 37.91) than those working in the Social environment 
(X = 41.26). 
A second significant effect obtained was the interaction between Envi­
ronmental type and Interest type (F(15,337) = 2.78, £ = .0005). This find­
ing is shown in Table 6 which indicates that the mean values for the Envi­
ronment X Interest cells are quite different. This interaction can be 
explained further by looking at the two nonorthogonal contrasts presented 
in Table 7. It was hypothesized that satisfaction with work would be 
higher for those individuals whose Environmental type was identical to 
their Interest type than for those whose Environmental code was not identi­
cal to their Interest type. Thus, a significant effect for Congruence was 
Table 6. Means and standard deviations of the dependent variable Work scale of the JDI for the five 
environmental typologies and six interest typologies 
Environment 
Interes t Realistic Investigative Social Enterprising Conventional 
Overall 
means 
Realistic X 39.34 41.88 39.67 39.60 39.64 
SD 8.71 8.61 2.08 4.34 8.27 
N 61 8 3 5 
Investigative X 33.40 41.20 38.67 36.33 40.18 
SD 10.19 7.09 7.77 13.20 7.84 
N 5 49 3 3 
Artistic X 51.50 37.50 38.33 40.80 
SD 0.71 0.71 7.01 7.70 
N 2 2 6 
Social X 41.00 39.13 41.84 37.43 35.00 40.40 
SD 6.36 8.32 5.79 8.32 8.06 7.17 
N 2 8 64 7 5 
Enterprising X 37.67 34.80 39.17 41.83 28.17 39.70 
SD 8.62 9.15 7.15 7.95 11.39 9.08 
N 3 5 6 47 6 
Conventional X 42.00 35.50 37.50 39.88 39.66 
SD 4.24 0.71 13.44 6.98 6.98 
N 2 2 2 56 
Overall means X 39.00 40.69 41.26 40.66 37.91 
SD 8.64 7.69 5.95 7.94 8.64 
N 75 74 80 68 67 
^mpty cells indicate that a combination of Environment x Interest typology did not occur. 
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Table 7. Analysis of variance for the dependent variable Work scale of the 
JDI 
Source df SS F p > F 
Environment (A) 4 557.27 2.44 0.0465 
Interest (B) 5 44.42 0.16 0.9760 
a 
Congruence 1 800.95 14.04 0.0002 
Con X Env^  4 913.65 4.01 0.0032 
A X B 15 2380.14 2.78 0.0005 
Error 337 22193.29 
T^hese effects are nonorthogonal and are contained within the main 
effect of Interest and the A x B interaction. 
predicted for the Work scale of the JDI. From Table 7 it can be seen that 
this hypothesis was supported (F(l,337) = 14.04, £ = .0002), X for congru­
ent subjects = 40.78 and X for incongruent subjects = 37.27. Consistent 
with Holland's theory, the results indicate that satisfaction with work is 
higher for individuals whose Interest typology matches his Environmental 
typology. 
The Congruence x Environment interaction was also highly significant 
(1.(4,337) = 4.01, £ = -0032). As depicted in Figure 2, satisfaction with 
work is higher for the congruent group than for the incongruent group for 
each of the five environmental types. Analysis of simple main effects 
revealed that congruent subjects were significantly more satisfied with 
work itself than incongruent subjects for the Enterprising and Conventional 
31 
43.00 
41.00 --
39.00 --
37.00 --
35.00 --
33.00 --
31.00 --
29.00 
27.00 --
nn 
^ 
Congruent 
A 
Incongruent 
Real Inv Soc Ent Con 
Figure 2. Congruence x Environment interaction for the dependent variable 
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environments (£ < .01). No significant differences were obtained for the 
remaining environments. 
In summary, the significant effects reported for the Work scale of the 
JDI suggest that satisfaction with work is influenced by the interaction of 
Interest and Environmental typologies. 
Dependent variable Supervis ion scale of the JDI 
The means and standard deviations and the analysis of variance for the 
Supervision scale are presented in Tables 8 and 9, respectively. As shown 
in the ANOVA table, several effects are significant. First, there was a 
significant main effect for Interest typology (F(5,337) = 3.01, 2. = .0115), 
indicating that subjects with certain Interest types are more satisfied 
with their supervision. Scheffe's test revealed that two of the pairwise 
comparisons were significant (£ < .05); subjects with Realistic interests 
(X = 37.06) were less satisfied with supervision than those with Investiga­
tive interests (X = 43.20), and subjects with Artistic interests (X = 
34.60) are less satisfied with supervision than those with Investigative 
interests. 
The Environment x Interest interaction was also significant 
(£(15,337) = 2.18, 2 = .0068). As shown in Table 8, the mean values 
obtained for satisfaction with supervision are influenced by the combina­
tion of Environment and Interest types. The interactive nature of this 
effect can be observed in Figure 3, which illustrates the significant Con­
gruence X Environment interaction (F(4,337) = 3.74, £ = .0040). The simple 
main effects revealed a significant difference between congruent and incon-
gruent subjects' satisfaction with supervision for the Investigative, 
Table 8. Means and standard deviations of the dependent variable Supervision scale of the JDI for 
the five environmental typologies and six interest typologies 
Environment 
Interest Realistic Investigative Social Enterprising Conventional 
Overall 
means 
Realistic X 37.97 29.63 38.00 37.40 37.06 
SD 11.16 13.67 13.53 9.81 11.49 
N 61 8 3 5 
Investigative X 36.40 43.98 48.38 37.33 43.20 
SD 9.61 7.72 3.51 10.79 8.16 
N 5 49 3 3 
Artistic X 36.50 31.50 35.00 34.60 
SD 7.78 19.09 10.06 10.32 
N 2 2 6 
Social X 30.00 32.00 41.44 33.57 35.00 39.28 
SD 11.31 15.26 12.04 10.11 8.06 12.36 
N 2 8 64 7 5 
Enterprising X 38.66 29.20 38.33 44.23 26.00 40.97 
SD 5.69 15.42 11.72 8.95 12.20 11.17 
N 3 5 6 47 6 
Conventional X 45.00 36.00 44.00 40.82 40.90 
SD 4.24 11.31 5.66 11.00 10.66 
N 2 2 2 56 
Overall means X 37.86 39.69 41.15 41.54 39.33 
SD 10.73 11.53 11.83 9.93 11.36 
N 75 74 80 68 67 
E^mpty cells indicate that a combination of Environment x Interest typology did not occur 
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Table 9. Analysis of variance for the dependent variable Supervision scale 
of the JDI 
Source df SS F p > F 
Environment (A) 4 630.23 1.37 0.2430 
Interest (B) 5 1725.34 3.01 0.0115 
Congruence^  1 2818.93 24.56 0.0001 
a 
Con X Env 4 1716.62 3.74 0.0040 
A X B 15 3758.84 2.18 0.0068 
Error 337 38676.26 
^These effects are nonorthogonal and are contained within the main 
effect for Interest and the A x E interaction. 
Enterprising, and Conventional groups (£ < .01), whereas the difference for 
the Realistic and Social categories was not significant. 
As shown in Table 9, the effect for Congruence was highly significant 
(Z(l,337) = 24.56, £< .0001), indicating that congruent individuals are 
more satisfied with supervision (X = 41.47) than incongruent individuals 
(X = 34.88). However, since the Congruence x Environment interaction was 
also significant, this main effect should be interpreted cautiously. 
Dependent variable Pay scale of the JDI 
Table 10 presents the means and standard deviations for the Pay scale 
of the JDI. As illustrated by the table, there are substantial differences 
among the means for the five environmental types and six interest typolo­
gies. These differences in means are reflected by the significant main 
effects for the Environmental and Interest typologies (jo < .0001 and 
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Table 10. Means and standard deviations of the dependent variable Pay scale of the JDI for the five 
environmental typologies and six interest typologies 
Environment 
Overall 
Interest Realistic Investigative Social Enterprising Conventional means 
Realistic X 11.43 13.75 12.00 16.20 12.00 
SD 6.62 5.39 10.82 1.79 6.50 
N 61 8 3 5 
Investigative X 9.60 15.69 14.33 14.43 15.05 
SD 8.32 4.94 5.51 4.04 5.39 
N 5 49 3 3 
Artistic X 10.50 10.50 14.83 13.10 
SD 6.36 0.71 3.19 3.90 
N 2 2 6 
Social X 14.50 13.13 14.30 10.43 8.20 13.52 
SD 9.19 3.87 5.73 4.65 6.10 5.73 
N 2 8 64 7 5 
Enterprising X 6.33 12.00 16.67 17.75 10.17 16.03 
SD 5.51 9.38 4.93 5.02 5.04 6.16 
N 3 5 6 47 6 
Conventional X 18.00 16.00 14.00 15.75 9.89 
SD 0.00 8.49 5.66 7.54 8.05 
N 2 2 2 56 
Overall means X 11.36 14.82 14.29 16.97 14.69 
SD 6.72 5.32 5.73 5.10 7.59 
N 75 74 80 68 67 
*Empty cells indicate that a combination of Environment x Interest typology did not occur. 
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Ê< .005, respectively) as shown in Table 11. Using Scheffe's procedure 
for pairwise comparisons, it was determined that three pairs of means were 
significantly (2, < .05) different for the Environmental typology; subjects 
working in the Realistic environment were significantly less satisfied (X 
(X = 11.36) with their pay than subjects in Investigative (X = 14.82), 
Enterprising (X = 16.97), and Conventional (X = 14.69) environments. With 
respect to the differences among means for the Interest typology, four sig­
nificant (£ < .05) differences were revealed using Scheffe's procedure; 
subjects with Realistic interests were less satisfied with their pay 
(X = 12.00) than people with Enterprising interests (X = 16.03), and sub­
jects with Conventional interests (X = 9.89) were less satisfied than sub­
jects with Social (X = 13.52), Investigative (X = 15.05), and Enterprising 
interests (X = 16.03). 
Table 11. Analysis of variance of the dependent variable Pay scale of the 
JDI 
Source df SS F P > F 
Environment (A) 4 983.34 6.75 0.0001 
Interest (B) 5 842.56 4.63 0.0005 
Congruence* 1 295.58 8.12 0.0040 
Con X Env* 4 448.72 3.08 0.0150 
A X B 15 343.13 0.63 0.8522 
Error 337 12273.51 
^These effects are nonorthogonal and are contained within the main 
effect for Interest and the A x B interaction. 
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Significant effects were also obtained for Congruence (£(1,337) = 
8.12, £. ® .0040) and the Congruence x Environment interaction (£(4,337) = 
3.08, £ = .015). The nature of the Congruence x Environment interaction is 
illustrated in Figure 4. Analysis of simple main effects indicated no sig­
nificant differences with pay between congruent and incongruent subjects 
for the Realistic and Social environments, whereas the differences between 
the congruent and incongruent subjects for the Invw;. ..igative. Enterprising, 
and Conventional groups were statistically significant (£ < .01). Thus, 
the relationship of congruence-incongruence to satisfaction with pay is 
contingent on the type of environment one works in. 
The significant effect for Congruence indicates that congruent sub­
jects are more satisfied with their pay (X = 14,79) than incongruent sub­
jects (X = 12.66). As shown in Figure 4, the satisfaction with Pay is 
higher for the congruent group for each environmental typology. However, 
this main effect should be interpreted in light of the significant Congru­
ence X Environment interaction. 
Dependent variable Promotions scale of the JDI 
As indicated by the analysis of variance table (see Table 13), all 
effects except the Environment x Interest interaction were statistically 
significant. The ANOVA table indicates that both Environmental and Inter­
est typologies influence subjects' satisfaction with promotions. 
The means for the Environment x Interest cells for satisfaction with 
promotions are presented in Table 12. Post hoc analysis using Scheffe's 
test for pairwise comparisons revealed several significant differences for 
the main effects of Environment and Interest. With respect to the main 
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Table 12. Means and standard deviations of the Promotions scale of the JDI for the five environmen­
tal typologies and six interest typologies 
Environment 
Interest Realistic Investigative Social Enterprising Conventional 
Overall 
means 
Realistic X 10.30 10.75 9.67 9.20 10.25 
SD 7.61 7.92 7.64 5.55 7.40 
N 61 8 3 5 
Investigative X 7.20 15.69 4.33 16.33 19.32 
SD 3.70 4.94 3.79 10.79 7.86 
N 5 49 3 3 
Artistic X 4.50 10.50 14.83 10.90 
SD 6.36 0.71 3.19 8.80 
N 2 2 6 
Social X 15.00 9.00 9.36 9.43 11.00 9.56 
SD 12.73 5.83 6.09 6.50 6.82 6.18 
N 2 8 64 7 5 
Enterprising X 8.33 5.80 10.66 14.62 3.83 12.36 
SD 2.52 3.35 3.50 7.02 3.06 7.17 
N 3 5 6 47 6 
Conventional X 1.50 12.00 12.50 4.98 9.85 
SD 2.12 5.66 7.78 8.20 8.05 
N 2 8 2 56 
Overall means X 9.86 13.26 9.39 13.63 9.57 
SD 7.41 7.73 5.86 7.44 7.93 
N 75 74 80 68 67 
*Empty cells indicate that the combination of environmental and interest typologies did not 
occur. 
41 
effect for Environment, the following differences were found < .05): 
subjects working in the Realistic environment were less satisfied 
(X = 9.86) than subjects in Enterprising and Investigative environments 
(X = 13.26), and subjects working in Conventional environments were less 
satisfied with promotions (X = 9.51) than subjects working in Investigative 
or Enterprising environments. 
For the main effect of Interest typology, two significant differences 
were found using Scheffe's test (£, < .05); subjects with Investigative 
interests were significantly more satisfied with promotions (X = 14.32) 
than subjects with Social (X = 9.56) or Conventional interests (X = 9.85). 
The two nonorthogonal contrasts presented in Table 13 were also sig­
nificant (Congruence: F(l,337) = 7.64, £ = .0050; and Congruence x Envi­
ronment: Z(4,337) = 3.17, 2. = .0130). As shown in Figure 5, the means 
were higher for the congruent subjects compared to the incongruent sub­
jects for all five environments. The significant Congruence x Environment 
interaction indicates that the effect of congruence was not uniform across 
the five environments. As indicated by the analysis of simple main effects, 
congruent subjects were significantly more satisfied with promotions than 
incongruent subjects for the Realistic, Investigative, Enterprising, and 
Conventional environments (fi < .01). No significant difference was 
obtained for the subjects in the Social environment. Thus, Figure 5 indi­
cates that even though the congruent subjects were more satisfied with pro­
motions across all five environments (X = 11.68 vs. X = 9.22), the magni­
tude of the difference was substantially greater for some environments than 
others. 
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Table 13. Analysis of variance for the dependent variable Promotions 
scale of the JDI 
Source df SS F p > F 
Environment (A) 4 1291.63 6.35 0.0001 
Interest (B) 5 1083.92 4.26 0.0010 
Congruence^  1 390.91 7.64 0.0050 
Con X Env^  4 644.45 3.17 0.0130 
A X B 15 661.87 0.87 0.6021 
Error 337 17143.00 
T^hese effects are nonorthogonal and are contained within the main 
effect for Interest and the A x B interaction. 
Dependent variable Co-workers scale of the JDI 
Table 14 presents the means and standard deviations for the Co-workers 
scale of the JDI for each Environment x Interest combination. The ANOVA 
table (see Table 15) revealed that all effects except the Congruence x 
Environment interaction were significant. 
The main effect for Environmental typology (£(4,337) = 3.15, 
£ = .0146) indicated the subjects working in a particular environment were 
more satisfied with their co-workers than subjects working in other envi­
ronments. Using Schsffs's test for pairwiss comparisons, it was found that 
subjects working in the Social environment (X = 45.33) were more satisfied 
with their co-workers than subjects working in the Enterprising environment 
(X = 40.65), £ < .05. 
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Figure 5. Congruence x Environment interaction for the dependent variable 
Prorotions scale of the JDI 
Table 14. Means and standard deviations of the Co-workers scale of the JDI for the five environmen 
tal typologies and six interest typologies* 
Environment 
Interest Realistic Investigative Social Enterprising Conventional 
Overall 
means 
Realistic X 43.44 37.00 53.33 28.80 42.21 
SD 9.78 7.78 1.55 11.00 10.41 
N 61 8 3 5 
Investigative X 37.40 43.12 29.33 38.00 41.70 
SD 11.31 11.80 11.50 17.32 12.18 
N 5 49 3 3 
Artistic X 41.00 33.00 28.83 32.10 
SD 5.66 24.04 11.70 12.99 
N 2 2 6 
Social X 33.50 37.75 46.30 33.29 35.60 43.52 
SD 17.68 12.00 8.88 7.32 3.85 10.10 
N 2 8 64 7 5 
Enterprising X 24.33 35.80 46.33 44.68 37.83 42.64 
SD 6.03 13.72 10.61 9.26 17.72 11.39 
N 3 43.45 6 47 6 
Conventional X= 31.50 29.00 43.50 45.21 44.19 
SD 6.36 9.90 2.12 9.97 10.29 
N 2 2 2 56 
Overall means X 41.60 40.95 45.53 40.65 43.84 
SD 10.67 11.62 9.88 11.42 10.85 
N 75 74 80 68 67 
*Empty cells Indicate that a combination of Environment x Interest typology did not occur. 
45 
Table 15. Analysis of variance of the dependent variable Co-workers scale 
of the JDI 
Source df SS F p > F 
Environment (A) 4 1315.14 3.15 0.0146 
Interest (B) 5 1393.63 2.67 0.0220 
a 
Congruence 1 4891.96 46.84 0.0001 
Con X Env^  4 310.96 0.74 0.5664 
A X B 15 5686.83 3.63 0.0001 
Error 337 35188.74 
T^hese effects are nonorthogonal and are contained within the main 
effect for Interest and the A x B interaction. 
As for the main effect of Interest type, Scheffe's procedure indicated 
rather clear findings: subjects with the Artistic interest typology were 
significantly less satisfied with their co-workers (X = 32.10) than were 
subjects of all other Interest types: Realistic = 42.21, Investigative = 
41.70, Social = 43.52, Enterprising = 42.64, and Conventional = 44.19, 
These findings rather clearly indicate that subjects with Artistic inter­
ests are significantly less satisfied with their co-workers than subjects 
of any other interest type. 
The Environment x Interest interaction was highly significant 
(£(15,337) = 3.63, £ = .0001). As shown in Table 14, the satisfaction 
score obtained for the co-workers scale was contingent upon both the Envi­
ronmental and Interest type. The main effects for Environment and Interest 
should be interpreted in light of this interaction. 
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A highly significant effect was also obtained for the effect of Con­
gruence (£(1,337) = 96.84, 2 = .0001). This finding clearly indicates that 
congruent subjects were significantly more satisfied with their co-workers 
(X = 44.61) than incongruent subjects (X = 35.94). 
Dependent variable Total Score on the JDI 
The means and standard deviation and analysis of variance for the 
Total Score on the JDI (the sum of five scales) are presented in Tables 16 
and 17, respectively. 
Table 17 shows that all effects in the ANOVA table are statistically 
significant, indicating that both Environmental and Interest typology 
influence overall satisfaction with work. Using Scheffe's test to analyze 
the main effect for Environment, only one statistically significant differ­
ence was found, £ < .05: subjects working in Realistic environments were 
significantly less satisfied with their work, overall (X = 139.77), than 
subjects working in Enterprising environments (X = 153.12). 
With respect to the main effect of Interest type, Scheffe's test 
revealed that subjects with Artistic typology were significantly less sat­
isfied with their work, overall (X = 131.50), than subjects whose interest 
type was Investigative (X = 155.22), Enterprising (X = 152.27), and Conven­
tional (X = 150,15). 
Table 17 indicates that the Environment x Interest interaction was 
highly significant (£(15,337) = 3.76, £< .0001). This interaction can be 
interpreted more easily by examining the contrasts included in the ANOVA 
table. 
Table 16. Means and standard deviations of the dependent variable Total Score on the JDI for the 
five environment typologie» and six interest typologies 
Environment 
Interest Realistic Investigative Social Enterprising Conventional 
Overall 
means 
Realistic X 142,85 129.25 150.33 133.80 141.14 
SD 25.40 25.30 28.02 24.93 25.41 
N 61 8 3 5 
Investigative X 120.00 160.84 135.00 142.33 155.22 
SD 15.36 24.48 9.17 55.18 27.25 
N 5 49 3 3 
Artistic X 144.00 123.00 130.17 131.50 
SD 0.00 5.66 24.91 20.01 
N 2 2 6 
Social X 133.50 133.13 154.86 124.14 118.00 147.69 
SD 12.02 33.72 27.99 20.73 19.31 29.75 
N 2 8 64 7 5 
Enterprising X 115.33 117.60 153.60 163.11 114.00 152.27 
SD 16.44 44.45 32.33 26.96 36.60 34.35 
N 3 5 6 47 6 
Conventional X 138.00 124.50 151.50 151.45 150.15 
SD 8.49 16.26 34.65 30.04 29.44 
N 2 2 2 56 
Overall means X 139.77 150.07 152.93 153.12 145.60 
SD 24.95 30.32 27.69 30.82 32.46 
N 75 74 80 68 67 
^mpty cells indicate that the combination of Environment and Interest typologies did not occur. 
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Table 17. Analysis of variance for the dependent variable Total Score on 
the JDI 
Source df SS F p > F 
Environment (A) 4 9323.70 3.11 0.0156 
Interest (B) 5 10933.03 2.92 0.0136 
Congruence^  1 37187.65 49.63 0.0001 
Con X Env^  4 11218.62 3.74 0.0040 
A X B 15 42249.43 3.76 0.0001 
Error 337 252517.97 
^hese effects are nonorthogonal and are contained within the main 
effect for Interest and the A x B interaction. 
It was hypothesized that congruent subjects would be more satisfied 
with their work, overall, than incongruent subjects. Thus, a significant 
effect for Congruence was hypothesized for the dependent variable Total 
Score on the JDI, The hypothesis was confirmed (F(1.337) = 49.63. 
£< .0001); X for congruent subjects = 153.98 and for incongruent subjects 
X = 130.07. 
The Congruence x Environment interaction was also highly significant 
(F(15,337) = 3.74, £ = .004). As shown in Figure 6, congruent subjects 
have higher total scores on the JDI than incongruent subjects for ail five 
environments. However, the significant Congruence x Environment interac­
tion indicates that the effects of congruence were not the same for each 
environment. The analysis of simple main effects revealed significant dif­
ferences between the congruent and incongruent groups for the Realistic, 
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Figure 6. Congruence x Environment interaction for the dependent vari­
able Total Score of the JDI 
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Investigative, Enterprising, and Conventional environments (£ < .01) but 
not for the Social environment. Thus, it appears that the extent of mean 
differences between congruent and incongruent subjects for total work sat­
isfaction is related to the type of environment the subjects were working 
in. 
5) 
DISCUSSION 
Limitations of the Study 
The results of the present study should be interpreted in light of 
several possible limitations. First, there was a difference in the sam­
pling procedure used to obtain subjects in certain occupations for the five 
environments. By far the largest amount of data was obtained as subjects 
attended short courses and conferences at Iowa State. However, a second 
procedure was also used. Data for subjects in several occupational groups 
were obtained by administering questionnaires at the subjects' place of 
employment. The preferred methodology would have been to use one sampling 
procedure exclusively to obtain data for each of the five environmental 
typologies. However, since two procedures were used, there is a possibil­
ity that the conditions under which the two groups completed the question­
naire may have influenced their responses. For example, subjects who 
completed the questionnaires at their place of employment might have felt 
less free to respond openly and honestly to the JDI. Ihis would seem to be 
especially true concerning sensitive areas such as satisfaction with super­
vision and co-workers. Furthermore, there may be a difference between the 
two groups with respect to their attitudes toward work. For example, sub­
jects who attended the short courses and conferences may have been more 
motivated to learn about and more committed to their jobs than the other 
group, simply by their voluntary attendance at the conference. In general, 
it is possible that nature of the sampling procedure may have influenced 
the results obtained in the study. 
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A second potential problem in the study is the differential sex compo­
sition obtained for the five environments sampled. The Realistic, Investi­
gative, and Enterprising environments are comprised predominately of males, 
whereas the Social and Conventional environments are almost exclusively 
comprised of females. Although Holland (1973) assumes that the Interest 
and Environmental typologies are measured equally well for males and 
females, there appears to a current controversy in the literature surround­
ing that assumption (Holland, 1976a, 1976b; Prediger & Hanson, 1976a, 
1976b; Boyd, 1976). If Holland's assumption is incorrect, differences 
obtained between Environmental typologies may also be due to sex differen­
ces, as well as due to differences among types of environment. 
The differential sex composition for the Environmental typologies may 
be an inherent problem with Holland's classification scheme. It is a fact, 
for example, that Realistic environments are comprised primarily of males, 
and Social environments consist primarily of females. Thus, it is very dif­
ficult to obtain a relatively large sample comprised of equal numbers of 
Dsales and females for each ezivzrcnmental type. 
Third, there may be problems with the generality of the findings 
obtained in the study for the effect of Environmental typology: signifi­
cant findings with respect to the scales of the JDI may be influenced by 
the specific occupations sampled within each environment, rather than by 
the environmental typology itself. For example, a structural engineer 
would be expected to be more satisfied with pay than an apprentice aviation 
mechanic, even though their jobs both represent Realistic environments. 
According to Holland's theory, each Environmental typology is characterized 
both by the tasks and activities performed and by the situation or 
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atmosphere created by the people who dominate a given environment. Hence, 
differences among occupations representative of each environment would be 
expected to be minimal. However, when job satisfaction is being compared 
across Environmental typologies, it may be important to select occupations 
for each Environment which are equivalent with respect to important factors 
like education and income level. This procedure might alleviate some of 
the aforementioned problems yielding results which are less susceptible to 
possible interpretive bias. 
It should be emphasized, however, that these problems are viewed as 
being potential limitations of the study rather than serious problems. The 
discussion of the results will be conducted with these possible limitations 
in mind. In general, however, it is felt that the impact of these problems 
is relatively minor and does not obscure the interpretation of the findings 
to any meaningful degree. 
Hypotheses 
Overall, the results of the present study indicate that job satisfac­
tion is influenced by both characteristics of the person and the environ­
ment. Consistent with Holland's theory, it was found that the pairing of 
both persons and environments contributes to the understanding of individu­
als' satisfaction with various aspects of their jobs. With one notable 
exception, subjects whose interest type is congruent with the environment 
in which they work are more satisfied with at least some aspects of their 
job than incongruent subjects. 
Some support was obtained for two of the three hypotheses tested in 
the study. It was found, as predicted, that overall job satisfaction (as 
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measured by the total score on the JDI) and satisfaction with Work (as 
measured by the Work Scale of the JDI) were significantly higher for con­
gruent subjects than for incongruent subjects. However, the presence of 
Congruence x Environment interactions for these two scales qualifies the 
interpretation of these findings. 
In general, the findings are consistent with the assumptions derived 
from Holland's theory concerning the outcomes of pairing persons and envi­
ronments. People are more likely to be satisfied with most aspects of 
their jobs when they are among people whose tastes, talents, and values are 
similar to their own and when they are performing tasks which they like to 
do. According to the theory, an Artistic person in a Conventional environ­
ment would probably experience the following negative interactions: he 
likes structured activities, but the environment provides unstructured 
activities; he sees the world in an unstructured way, whereas people in 
Conventional environments see the world in structured ways; he tends to be 
disorderly and impulsive, but Conventional types are orderly and inhibited. 
Thus, subjects' perceptions of the work itself, and subsequent evaluations 
of their job, overall, are more positive when the work environment is con­
gruent with their interests. 
Contrary to prediction, there was no significant difference between 
congruent and incongruent subjects for the dependent variable Tenure. It 
was predicted that the number of months the person had been employed at his 
current job would be highest for congruent subjects. However, the results 
revealed that the congruent group had in fact been employed a shorter 
length of time than the incongruent group, although the difference was not 
significant. 
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There are several possible explanations for these unexpected findings. 
It was predicted that the average length of employment would be less for 
incongruent subjects because they would leave the environment relatively 
soon after experiencing the negative interactions associated with incongru­
ence. The failure to obtain these results may be explained by the possi­
bility that the relationship between job satisfaction and leaving the 
environment is not a direct one. Although the correlations reported in the 
literature between job satisfaction and leaving the environment have been 
consistently significant, they are usually less than .40 (Mobley, 1977). 
As a result, researchers have postulated that other variables may mediate 
the relationship between job satisfaction and leaving the environment. For 
example, Porter and Steers (1973) have suggested that "intention to leave" 
may represent the next logical step after dissatisfaction. Moreover, in a 
recent article Mobley (1977) presents a heuristic model which outlines sev­
eral possible intermediate steps which may mediate the withdrawal process. 
Mobley*s "intermediate linkages" make considerable sense from a prac­
tical standpoint. For example, the consequences of enduring the conflicts 
associated with working in an incongruent environment may be far less 
severe than the problems associated with leaving the environment and facing 
the economic problems of unemployment. Thus, while person-environment 
interactions may influence job satisfaction, there may be a number of steps 
in the withdrawal decision process which mediate the relationship between 
job satisfaction and leaving the environment. 
A second explanation is that the findings may be an artifact of the 
sampling procedures used in the study. As mentioned previously, the major­
ity of data was obtained as subjects met for short courses and conferences 
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at Iowa State. Since attendance at these conferences is voluntary, it is 
possible that these subjects were more committed to, or possibly more moti­
vated to learn about, their work than subjects not attending the confer­
ences. Perhaps this increased motivation and/or commitment exhibited is an 
attempt by incongruent subjects to make their jobs more meaningful and sat­
isfying. As a result, differences in tenure for the two groups are atten­
uated, since these people seem to have found a way to make their jobs, in 
some way, more rewarding and satisfying. 
Concurrent Validity 
In general, the results obtained in the study provide evidence of the 
concurrent validity of Holland's theory. First, as indicated by the sig­
nificant Chi-square tests, the frequency of subjects in congruent person-
environment pairings was greater than for incongruent pairings. This find­
ing is in agreement with a fundamental assumption of Holland's theory: 
individuals seek work environments which are as similar to their vocational 
interests as possible. However, it should be pointed out that these find­
ings may have been inflated somewhat. There is the possibility that the 
subjects were striving for self-consistency in their responses to the Self-
Directed Search. That is, since the SDS is face valid, it would be rela­
tively etsy for subjects to endorse items which make their Interest code 
congruent with their Environmental code, even though that may not actually 
be the case. 4s a result, the number of congruent subjects may be somewhat 
higher than would be expected had a less face valid measure been used. 
Contrary to expectation, there was no support for the concurrent 
validity of Holland's theory with respect to the relatedness of the six 
typologies. As represented in Holland's hexagonal model (see Figure 1), 
adjacent typologies are more similar than typologies which are opposite 
each other. Thus, the theory suggests that the number of incongruent sub­
jects should be largest for adjacent types and progressively smaller the 
farther the typology is removed from the congruent one. However, the good­
ness of fit Chi-squares revealed that the obtained frequencies for the 
"other than agreement" cells did not occur differently than would be 
expected by chance for any of the five environments. The use of a three-
letter interest profile, rather than the single letter code, to define the 
individual's interest typology may account for these findings. For exam­
ple, an incongruent subject whose three-letter interest profile is "SIR" 
may be more likely to work in an Investigative or Realistic environment 
than to work in an environment adjacent to the Social one, such as Artistic 
or Enterprising- Thus, the failure to obtain support for the concurrent 
validity of the theory with respect to the relatedness of the six typolo­
gies may be due to the possibility that incongruent subjects work in envi-
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rather than in environments which are adjacent to the congruent one in 
Holland's hexagonal model. 
Further evidence of the validity of Holland's theory was revealed by 
the relationship of the Environment and Interest typologies to some of the 
job satisfaction measures. There are a number of findings which are in 
agreement with Holland's descriptions of the Interest and Environment 
models (see Appendices A and B). For example, subjects working in the Con­
ventional environment were found to be less satisfied with work itself than 
those working in the Social environment. It is reasonable to assume that 
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the type of work performed by subjects working in the occupations sampled 
for the Conventional environment (secretaries, clerks, bookkeepers) is, for 
the most part, less challenging, less stimulating, and more routine than 
for the Social occupations sampled (nurses and home economists). In short, 
the difference between work satisfaction for the Conventional and Social 
occupations appears to be consistent with knowledge of the actual differ­
ence between the work performed by subjects in those two environments. 
Some of the findings with respect to pay and promotions also corre­
spond to acknowledged differences among the environmental types. Subjects 
working in the Realistic environment were significantly less satisfied with 
their pay than subjects working in Investigative, Enterprising, and Conven­
tional environments. These findings are in agreement with the descriptions 
of Holland's environmental typologies, since Realistic occupations do pay 
less, in general, than Investigative and Enterprising occupations. Thus, 
the differences in satisfaction with pay seem to correspond with the fact 
that subjects in the Realistic occupations sampled are paid less, on aver­
age, than subjects in the other environments» 
Similarly, differences in satisfaction with promotions for the envi­
ronments seem to follow logically from the theory. It was found, for 
example, that subjects working in the Realistic environment were less sat­
isfied with promotions than subjects in Enterprising environments, and 
subjects working in Conventional environments were less satisfied with pro­
motions than those in Investigative and Enterprising environments. It is 
likely that occupations representative of the Realistic and Conventional 
environments do, in fact, have limited promotional opportunities. "Hiis 
difference may be caused by the nature of the job (there are no promotions) 
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or by the relatively low educational level which characterizes the two 
environments. 
A particularly interesting set of findings was obtained for the 
Co-workers scale. The findings revealed rather clearly that subjects with 
Artistic interests are significantly less satisfied with their co-workers 
than each of the other interest types. This result is expected in 
Holland's theory since Artistic people are described as being asocial, emo­
tional, impulsive, and nonconforming; hence, it is not surprising that they 
would be less satisfied with their co-workers. 
With respect to the type of environment the subject work in, those in 
the Social environment were found to be most satisfied with their 
co-workers. This finding is also in accordance with Holland's theory since 
the Social environment is believed to foster interpersonal competence and 
to reward the display of social or humanitarian values. 
In summary, there are numerous findings which illustrate the concur­
rent validity of Holland's Interest and Environment typologies. These 
findings are consistent vith a host of other stu^tes demonstrating the con­
current validity of Holland's theory for college students and their college 
environments (Kipnis, Lane, & Berger, 1967; Apostal. 1970; Villwock, 
Schnitzen, & Carbonari, 1976; Kunce and Kappes, 1976) and for workers and 
their occupational environment (Fishburne & Walsh, 1976; Smart, 1975, 1976; 
Fabry, 1976; Horton & Walsh, 1976). 
Overall, the results of this aspect of the study indicate that people 
prefer environments which encourage them to use their skills, abilities, 
and competencies and which support their attitudes and values, thus permit­
ting them to assume agreeable roles. 
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Main Effect of Congruence 
The most consistent finding obtained in the study was for the overall 
effect of Congruence. With the exception of the tenure measure, a signifi­
cant overall effect for Congruence was obtained for the remaining six 
dependent measures. In addition to the hypothesized effects obtained for 
the Work scale and Total Score on the JDI, the significant findings for the 
Supervision, Pay, Promotions, and Co-workers scales indicate that congruent 
subjects are more satisfied with all aspects of their work than incongruent 
subjects. 
Congruence x Environment Interactions 
Although the means for the congruent group are higher for each depen­
dent variable across all environments (see Figures 2-5) than for the incon­
gruent group, a significant Congruence x Environment interaction occurred 
for five of the seven dependent variables. These interactions indicate 
that for some of the environments the difference between congruent and 
incongruent subjects was not statistically significant for a particular 
dependent variable. It should be noted, however, that some of these inter­
actions may not be interpreted meaningfully due to the lack of a true 
interval scale for the JDI scales (Wolins, 1976). 
For the five dependent variables in which the Congruence x Environment 
interaction occurred (Work, Supervision, Pay, Promotions, and Total Score), 
the findings were somewhat inconsistent. First, for all variables the sim­
ple main effects revealed significant differences between congruent and 
incongruent subjects for the Conventional and Enterprising environments. 
These findings clearly support Holland's congruence assumption, indicating 
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that subjects in the Conventional and Enterprising environments are more 
satisfied with all aspects of their work than incongruent subjects. 
Mixed support for the congruence hypothesis was obtained for the Real­
istic and Investigative environments. It was found that the difference 
between the congruent and incongruent groups for these two environments was 
not significant for all dependent variables. For the Investigative environ­
ment, the analysis of simple main effects revealed a significant difference 
between the congruent and incongruent groups for all variables except the 
work scale. For the Realistic environment, significant differences were 
found between the congruent and incongruent groups for only two variables— 
Promotions and Total Score. Thus, unlike the Conventional and Enterprising 
environments, the difference between congruent and incongruent groups for 
the Realistic and Investigative environments was not significant for all 
dependent variables. 
Surprisingly, no significant differences were obtained between congru­
ent and incongruent subjects for the Social environment. Thus, contrary to 
Holland's theory, congruent and incongruent subjects in the Social environ­
ment are equally satisfied with all aspects of their work. These unex­
pected findings are distinctly different from those obtained for the other 
environments. One possible explanation of these findings is that Social 
environments are, in fact, more satisfying to work in than other environ­
ments, even though one's interests are incongruent. It is also possible 
that the results obtained were biased by the occupations sampled (nurses 
and home economists). These occupations may be sufficiently diversified or 
flexible that incongruent subjects are able to find aspects of their work 
compatible with their own interests, thus negating the congruence effect. 
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Additional research is necessary to determine if these effects generalize 
to other occupations representative of the Social environment. 
In general, the results obtained in the study provide some support for 
Holland's congruence hypothesis. These findings are in agreement with 
those obtained in numerous other studies in which student-college congru­
ency and satisfaction were investigated: student satisfaction was found to 
be related to congruency with one's major field (Holland, 1973; Helms 
& Williams, 1973; Astin & Panes, 1969; Morrow, 1971; Richards & Jones, 
1970; Nafziger, Holland, & Gottfredson, 1975). 
The importance of the present research, in addition to providing sup­
port for Holland's congruence hypothesis, is that it extends the congruence 
hypothesis to the area of occupational environments. A related study is 
reported by Klein and Wiener (1977) who found that interest congruency sig­
nificantly moderated the relationship between job tenure and some aspects 
of job satisfaction. However, Klein and Wiener defined congruence accord­
ing to a subject's score on a particular scale of the Strong Vocational 
Interest Blank, whereas congruence was defined according to Holland's 
Interest and Environment typologies in the present study. Thus, the pres­
ent study tested Holland's person-environment congruence hypothesis, while 
the Klein and Wiener study did not. 
Implications for Vocational Counseling and 
Indus trial/Organizational Psychology 
Overall, the results indicate that job satisfaction is influenced both 
by the characteristics of the person and the environment. It would seem, 
therefore, that the study has implications for Vocational counseling and 
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Industrial/Organizational Psychology, both of which are concerned with the 
relationship of people to their work. 
Since the goal of vocational counseling has remained the same as in 
the days of Parsons (1909)-"matching "men" and jobs--it would seem the 
findings obtained in the study may offer several practical considerations 
for the vocational guidance process. First, Holland's theory appears to be 
a convenient instrument for organizing, explaining, and interpreting voca­
tional information. In view of the findings obtained, it would appear that 
making choices based on this process can be very important. That is, using 
Holland's theory to help an individual choose a congruent work environment 
would seem to increase one's chances of being satisfied with his work. 
Furthermore, the knowledge of person-environment pairings obtained in 
the present study could be used to help individuals explore their voca­
tional choices. Using the six typologies as general guidelines, the coun­
selor may suggest that the individual observe work performed by individuals 
in each environment or to talk to persons working in each environment in 
order to evaluate the work and people more directly. The results of the 
present study suggest the individual would prefer work environments and 
people that foster competencies and support values which are congruent with 
those of the individual. 
With respect to Industrial/Organizational Psychology, the finding that 
an employee's satisfaction is influenced by the relationship of his inter­
est type to the type of the environment he works in would seem to have 
implications for both selection and placement. If having satisfied employ­
ees is a goal of the organization, the results of the study suggest that 
hiring employees whose interest type is congruent with the work environment 
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would be an important consideration. Similarly, with respect to placement, 
person-environment interactions would seem to be useful in the following 
ways: organizing and locating similar jobs for people who are transferring 
to another geographic location within the same organization; reclassifying 
an individual who is dissatisfied with his present position within the 
organization; designing or redesigning the activities performed at a job to 
make them more satisfying to the individual; detecting and diagnosing 
potential conflicts among co-workers who have dissimilar interest types; 
matching superiors and subordinates more effectively; and developing train­
ing programs based on the competencies and abilities for people of a given 
environmental type. 
Future Research Considerations 
The results of the present study indicate a number of methodological 
and theoretical considerations for future researchers to address when 
investigating Holland's theory. In view of the potential problems encoun­
tered with the two sampling procedures used, a number of recommendations 
seem in order. First, the use of one sampling procedure, exclusively, 
would be a wise methodological practice. This would eliminate potential 
confounding caused by the effects of multiple sampling procedures. Second, 
whenever possible it is recommended that researchers sample equal numbers 
of males and females within each environment in order to avoid biasing com­
parisons among environments due to differential sex composition. 
Another procedural consideration concerns the question of how many 
occupations to sample for each environment. If only one occupation is sam­
pled for each environment, the generality of the findings might be quite 
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limited. This could be an acute problem when the focus of the study is job 
satisfaction, since the effects for each environment may be biased by the 
specific occupation sampled. 
An additional problem with respect to job satisfaction is that sub­
jects may define job satisfaction differently depending on their particular 
interest typology. In scoring the JDI, for example, work that is described 
as routine and simple is scored in a negative direction, indicating dissat­
isfaction, However, those "negative" aspects of the job may, in fact, be 
the factors which attracted certain people to that environment in the first 
place. For example, according to Holland's theory, people in Conventional 
environments prefer activities that are systematic and ordered (such as 
filing materials and reproducing records) and have an aversion to activi­
ties which are unstructured, ambiguous, and unsystematized. Thus, the very 
activities which Conventional people prefer are, in some cases, indicative 
of job dissatisfaction. Although the pervasiveness of this problem is not 
believed to be very extensive, it is, nonetheless, a factor for future 
the relationship of Holland's theory to work satisfaction is being investi­
gated, occupational satisfaction, rather job satisfaction, may be a more 
appropriate unit of analysis. 
Another general area which researchers should be concerned with is 
the magnitude of the effects obtained. With respect to the person-
environment congruence hypothesis, the results obtained in the present 
study were highly significant (jo < .0001 in many cases). However, the per­
centage of variance accounted for with respect to the congruence effect is 
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only moderately high: W ranged from .015 for promotions to .100 for the 
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Total Score on the JDI. Thus, even though the effects are highly signifi­
cant, a great deal of the variance remains unexplained. In general, the 
magnitude of the findings obtained in the present study is consistent with 
those obtained in many other studies using personality measures--correla-
tions typically range from ,25 to .35, accounting for approximately 10% of 
the variance (Carlson, 1971). 
It is apparent that factors other than interest congruency influence 
work satisfaction. Klein and Weiner (1977) suggest that other models of 
person-environment congruence may be equally important in explaining work 
satisfaction: (1) congruency between an individual's needs and the capac­
ity of the organization to meet those needs and (2) congruency between an 
individual's abilities and the demands of the job. Thus, examining person-
environment variables relating to psychological needs and abilities may 
help account for additional variance in work satisfaction measures. 
Another explanation which may account for the unexplained variance is 
the fact that in the present study a one-letter code rather than a two- or 
three-letter code was used. The use of two- or three-letter code may 
result in more accurate predictions, thereby accounting for a greater per­
centage of the variance (Andrews, 1975). There are a number of other 
issues which need to be addressed with respect to Holland's typologies and 
the congruence hypothesis. Additional research is needed to investigate 
the congruence hypothesis using different methodologies, and the hypothesis 
needs to be extended to a variety of outcome variables other than job sat­
isfaction. For example, investigating person-person interactions such as 
employee-employee and employee-supervisor pairings would provide evidence 
of the convergent validity of the congruence hypothesis. Furthermore, 
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examining relevant outcomes such as individual and group productivity, 
absenteeism, turnover, quality of work, etc., would extend the usefulness 
of the congruence hypothesis considerably. In general, subsequent research 
investigating interactions other than person-environment interactions with 
relevant outcomes in addition to job satisfaction would provide evidence of 
the construct validity of the congruence hypothesis. 
Several other issues concerning Holland's theory, in general, need to 
be considered. First, the majority of research on Holland's theory has 
dealt with college students and college environments. While such endeavors 
are certainly worthwhile, more research is needed in which relevant person-
environment outcomes in the work setting are examined. Second, additional 
research is needed to compare the concurrent and predictive validity of 
Holland's instruments, the Vocational Preference Inventory and the Self-
Directed Search. Similarly, the convergent validity of the two instruments 
in measuring the six typologies remains uncertain. 
Finally, there is a need for research which empirically validates the 
environmental code associated with specific occupations. It is imperative 
when investigating person-environment interactions to categorize both the 
Interest and Environmental typology accurately. However, very little 
research has been conducted which empirically demonstrates the environmen­
tal code associated with each specific occupation. With respect to the 
tasks and activities performed in each occupation, Holland's theory assumes 
that the variance within an environment is small while variance between 
environments is large. A worthwhile study to investigate this assumption 
would be to cluster analyze a number of occupations according to the tasks 
and activities performed in each environment, similar to the procedures 
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used by Toenjes and Borgen (1974) to determine whether the resulting clus­
ters contain occupations representative of the proper environment. 
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CONCLUSIONS 
Overall, the results of the study provided some support for the 
person-environment congruence concept and the concurrent validity of 
Holland's theory. With respect to the congruence hypothesis, the findings 
provided mixed support. On one hand, the finding that the overall effect 
of congruence was significant for all dependent variables, except tenure, 
provides rather clear support for the congruence hypothesis—congruent sub­
jects are more satisfied with all aspects of their work than incongruent 
subjects. 
On the other hand, the presence of the Congruence x Environment inter­
action for five of the seven dependent variables provides only equivocal 
support for the congruence theory. These interactions indicate that for 
some dependent variables, there were no significant differences between 
congruent and incongruent groups for a particular environment. According 
to the theory, the effects of congruence should be uniform across all envi­
ronments , thus, the presence of these interactions does not provide clear-
cut support for the congruence hypothesis. Furthermore, the failure to 
obtain differences between congruent and incongruent subjects for the 
dependent variable tenure did not support the theory. 
Similar results were obtained for the concurrent validity of the 
theory. It was found that a significantly greater number of subjects were 
congruent for each environment than were incongruent. This finding is con­
sistent with the theory and provides strong support for the concurrent 
validity of the classification scheme. However, support was not obtained 
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for the expected ordering of cell frequencies according to the distance 
from the congruent one in the hexagonal model. 
In conclusion, the results provide some support for the validity of 
Holland's theory. Despite the potential limitations of the study cited 
earlier and the presence of some equivocal results notwithstanding, it can 
be concluded that congruent subjects are significantly more satisfied with 
at least some, if not all, aspects of their work than incongruent subjects. 
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APPENDIX A. 
DESCRIPTION OF PERSONALITY TYPES 
(From Holland, 1973) 
Type Personality 
Realistic 
Investigative 
Artistic 
Social 
Enterprising 
Has mechanical ability and lacks social ability; 
values concrete things, power, money, status. Is 
social, conforming, frank, materialistic, practi­
cal, stable, and uninsightful. 
Has mathematical and scientific ability and lacks 
leadership ability; values science. Is analytical, 
cautious, critical, independent, methodical, 
rational, reserved, and unpopular. 
Has artistic and musical ability; values aesthetic 
qualities. Is complicated, disorderly, emotional, 
impulsive, intuitive, nonconforming, and original. 
Understands others and has teaching ability; values 
social and ethical activities and problems. Is 
cooperative, friendly, helpful, insightful, respon­
sible, tactful, and understanding. 
Has leadership and persuasive abilities and lacks 
scientific ability; values political and economic 
achievement. Is acquisitive, ambitious, domineer­
ing, energetic, optimistic, self-confident, and 
talkative. 
Conventional Has clerical and numerical ability; values business 
and economic achievement. Is conforming, conscien­
tious, inflexible, inhibited, orderly, practical, 
self-controlled, and unimaginative. 
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APPENDIX B. 
DESCRIPTION OF ENVIRONMENTAL MODELS 
(From Holland, 1973) 
Type Model 
Realistic 
Investigative 
Artistic 
Social 
Enterprising 
Conventional 
Fosters technical competencies and achievements, 
and manipulation of objects, machines, or animals; 
rewards the display of such values as money, power, 
and possessions. Encourages people to see the 
world in simple, tangible, and traditional terms. 
Fosters scientific competencies and achievements 
and observation and systematic investigation of 
phenomena; rewards the display of scientific val­
ues. Encourages people to see the world in com­
plex, abstract, independent, and original ways. 
Fosters artistic competencies and achievements and 
ambiguous, free or unsystematized work; rewards 
display of artistic values. Encourages people to 
see the world in complex, independent, unconven­
tional, and flexible ways. 
Fosters interpersonal, competencies, and informing, 
training, curing, or enlightening others; rewards 
the display of social or humanitarian values. 
Encourages people to see the world in flexible 
ways -
Fosters persuasive and leadership competencies or 
achievements and the manipulation of others for 
personal or organizational goals; rewards the dis­
play of enterprising values and goals such as 
money, power, and status. Encourages people to see 
the world in terms of power, status, responsibil­
ity, and in stereotyped and simple terms. 
Fosters conformity and clerical competencies and 
explicit manipulation of data, records, or written 
material; rewards the display of such values as 
money, dependability, conformity. Encourages peo­
ple to see the world in conventional, stereotyped, 
constructed, simple, and dependent ways. 
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APPENDIX C. 
OCCUPATIONS SAMPLED FOR EACH OF THE 
FIVE ENVIRONMENTAL TYPOLOGIES 
Realistic CN = 73^ 
Fire-fighters (8) 
Security Guards (9) 
Aviation Mechanics (58) 
Investigative (N = 74") 
Engineers (65) 
Chemists (9) 
Social (N = 80^ 
Extension Home Economists (39) 
Professional Nurses (41) 
Enterprising (N = 68") 
Salesmen (5) 
Farm Managers (29) 
Business Managers (34) 
Conventional CN = 67'> 
Department Store Clerks (19) 
Secretaries (40) 
Bookkeepers (8) 
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APPENDIX D. 
SELF-DIRECTED SEARCH 
(From Holland, 1970) 
Copies of the Self-Directed Search may be obtained from Consulting 
Psychologists Press, Palo Alto, California. 
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APPENDIX E, 
JOB DESCRIPTIVE INDEX 
(Smith, Kendall, & Hulin, 1969) 
Place Y beside an item if 
(work, pay, etc.) 
Place N beside an item if 
Place ? beside an item if 
WORK 
Fascinating 
Routine 
Satisfying 
Boring 
Good 
Creative 
Respected 
Hot 
Pleasant 
Useful 
Tiresome 
Healthful 
Challenging. 
On your feet 
Frustrating 
Simple 
Endless 
Gives sense of 
accomplishment 
SUPERVISION 
Asks my advice 
Hard to please 
Impolite 
Praises good work 
the item describes the particular aspect of your job 
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the item does not describe the particular aspect of your job, 
you cannot decide, 
PAY 
Income adequate for normal expenses 
Barely live on income 
Bad 
Income provides luxuries 
Insecure 
Less than I deserve 
Highly paid 
Underpaid 
PROMOTIONS 
Good opportunity for advancement 
Opportunity somewhat limited 
Promotion on ability 
Dead-end job 
Good chance for promotion 
Unfair promotion policy 
Infrequent promotions 
Regular promotions 
Fairly good chance for promotion 
CO-WORKERS 
Stimulating 
Boring 
Slow 
Tactful 
Influential 
Up-to-date 
Doesn't supervise enough 
Quick tempered 
Tells me where I stand 
Annoying 
Stubborn 
Knows job well 
Bad 
Intelligent 
Leaves me on my own 
Lazy 
Around when needed 
Stupid 
Responsible 
Fast 
Intelligent 
Easy to make enemies 
Talk too much 
Smart 
Lazy 
Unpleasant 
No privacy 
Active 
Narrow interests 
Loyal 
Hard to meet 
